Voluntary Turnover refers to the decision of an employee to leave their organization based on their own intention and self-control. Thus this condition may give negative affects to one organization in terms of monetary, productivity and time deficit. The paper aimed to explore the relationship between factors namely job satisfaction, career adaptability, turnover intention and pay towards voluntary turnover in the banking sector. Self-administered questionnaire is distributed conveniently among respondents from several departments known as Human Resources, Marketing, Retail Rehabilitation, Branch Operation Processing, Treasury and Investigation Audit. The study uses SPSS (Scientific Package for Social Sciences) to specified frequencies distribution, reliability analysis, correlation coefficient (Pearson's) and regression analysis. The analysis proved that there is a significant relationship between voluntary turnover and three independent variables (turnover intention, job satisfaction and pay). The result revealed that the turnover intention is the most influence factor toward voluntary turnover.
Introduction
Employee is the main asset in and organization thus the turnover of employee will give a substantial effect towards the financial, emotion and the stability of the organization.
Employee turnover can be defined as the number or percentage of workers who leave an organization and are replaced by new employees. There are few factors that contribute towards the turnover of staff such as the condition of the economic changes that forced the organization to cut cost in operation and benefits of the staff and causes discontent while working in the organization. Employee turnover can be divided into two categories which is voluntary and involuntary turnover. Delery, Jenkins., & Gupta, N. (1998) distinguish that voluntary turnover is reflects by the employee's decision to leave an organization whereas involuntary turnover reflects from employer's decision 2nd ICIEBP to terminate the employment relationship. Voluntary turnover usually occur when other organization offer better benefits to their potential employee and make the current employee to accept the opportunity presented by others. This situation will cost loss of talent, money and expertise from the previous organization and also forced the organization to hire new employee with less experienced and in need of trainings.
To have an insight of this situation this study examined the factors affecting voluntary turnover among employees in Malaysia specifically in the banking sector.
Background Study
The research is conducted in Menara Kembar Bank Rakyat which is one of the wellknown cooperative banks located in Kuala Lumpur. This study focus on the topic of factors that influence voluntary turnover among employees. Lu et al. (2016) have identify that the main organizational factor influencing employment relationship in an organizational level is the human resource management. Human resource management practices employee promotion and participation of worker which contributes to the employee development and loyalty towards the organization. Huselid (1995) sees human resource is accountable to define employees' capabilities through selected policies, training practices, integrated performance appraisal, competitive rewards and the decision-making made by them. Thus problem regarding employee turnover will directly impacts the human resources management as they are responsible to ensure all talent and asset in forms of human retain in one organization. In Menara Kembar Bank Rakyat, investigation regarding the main reason of employee turnover is still blurry although record show the number of employee turnover are ominously year by year. 
Problem Statement
Employee turnover is one of the issues that affect all organization worldwide. The problem that may occur on the subject of employee turnover is the decrease in productivity.
This happen because other workers may have to do the responsibility of the former employee adding to their own current workload until a competent employee can been identify. In addition monetary cost is predicted to happen because the organization The increase of percentage if not be prevented will cause greater problem to the bank organization thus hurdle the bank to move forward in increasing the productivity and profits. Table 1 and Table 2 is the record from the Human Resource Department of Bank
Rakyat show the employee turnover rate at Menara Kembar Bank Rakyat since 2015 until 2016. 
Voluntary turnover rate = (Number of voluntary leavers /number of people employed) X 100

Number of voluntary leavers
Divided by
Number of people employed
Times 100
Equals Voluntary turnover rate
176
÷ 650 X 100 = 27.08% 
Scope of study
This research only focus employee that work in Menara Kembar Bank Rakyat Kuala
Lumpur. The total number of population in Menara Kembar Bank Rakyat is 1000 whereas the sampling size is 278 employees. The research involved the respondent from several departments in the bank and focuses on the factors that influence voluntary turnover namely job satisfaction, career adaptability, turnover intention and pay. The data is gathered by distributing questionnaires and the information from all respondent is treated as primary data.
Literature Review
Voluntary turnover
Voluntary turnover according to Voluntary turnover according to Ghadi (2017) opportunities and benefits obtain from the organization. Therefore Job satisfaction is considerably important for an employee to remain loyal and reduces the intention to do voluntary turnover thus will create a more stable organization with a good level of service and production.
Career adaptability
Career adaptability is the willingness of individual to accept and deal with any task 
Pay
Pay is the level of satisfaction of an employee about their salary which might be differ- 
Methodology and Research Design
Based on the framework (Figure 1 ) illustrated four variables known as job satisfaction, career adaptability, turnover intention and pay. This variable is used to access the voluntary turnover among the employees in banking institution 
Research design
The instrument for this study is a questionnaire that contained various questions regarding the information of the dimensions that contributed to the voluntary turnover. All items are measured on a five-point Likert Scale which ranged from (1) "Strongly Disagree" to (5) "Strongly Agree". The questionnaire is divided into 6 sections as follow: 6 questions related to profiles of respondents, 7 questions related to the voluntary turnover, 6 questions on job satisfaction, 6 questions for career adaptability, 6 questions for turnover intention and 6 questions for pay.
Sampling Techniques
Population is a complete group consisting of individuals, object, item or measurements to be taken for the purpose of a survey. The size of a population may be a small or large depending on the objective of a study. Population of this research is mainly around 1000 employees and the sampling size is based to Krejcie and Morgan (1970) suggestion which is 278 employees. Questionnaires for each employee is distributed in different department using convenient sampling technique.
Questionnaire design
Data are collected by using a well-structured questionnaire with questions in pre- 
Data collection
Each employee was given a self-administered questionnaire. To ensure sufficient data gathered accordingly, the researchers met with employees who were in workstation, meeting room, pantry or cafeteria. The average time taken by each respondent was almost 10 to 20 minutes. A total of 300 questionnaires were distributed and 290
(97 percent) were returned. However, 3 sets were discarded due to incomplete data, resulting in merely 287 usable responses.
Analysis and Result
All 
Correlation among variables
The analysis for correlation of coefficient was tested by using Pearson's Correlation
Matrix. Pearson Correlation is used to test the relationship between dependent variable and independent variables.
As indicated in the table 4, it show that there are significant relationships between three identifiable independent variables with the main variable of the study. All the three independent variables were significant at 0.01 significant level (p>0.01) based on two-tailed test. However the strength of the relationship differs for certain variables.
The result of Pearson Correlation (shown in 
Hypotheses Result
H1
There is a significant relationship between voluntary turnover and job satisfaction.
Supported
H2
There is a significant relationship between voluntary turnover and career adaptability.
Not Supported
H3
There is a relationship between voluntary turnover and turnover intention
Supported
H4
There is a significant relationship between voluntary turnover and pay. 
Multiple regression analysis
Further investigation using multiple regression analysis (as shown in Table 6 ) is also conducted. The results show that all dimensions namely job satisfaction, career adaptability, turnover intention and pay contribute significantly (F= 122.794; p= 0.000) predicting 64.2 percent of the variations in voluntary turnover among employees. Therefore, these dimensions predict a significant change in voluntary turnover.
Further analysis through regression is to measures (Beta value) of the strength for each independent variable which is consist of job satisfaction, career adaptability, turnover intention and pay with voluntary turnover. Beta value (β) is used to determine among the independent variables which one has the greatest influence toward dependent variable. Based on the above table, there are three independent variables that are significantly influence toward voluntary turnover which are turnover intention (β = 0.762, p=0.000<0.05), career adaptability (β = 0.124, p=0.002 <0.05) and job satisfaction (β = -1.31, p=0.005 <0.05). Among all the significant independent variables, the highest standardize beta is turnover intention (β = 0.762) which is indicate the most critical factors that influence voluntary turnover. This is followed by the independent variable with the second highest Beta value which is career adaptability and last but not least job satisfaction. However, the remaining independent variables which is pay (β = 0.06, p=0.888 >0.05) statistically do not influence voluntary turnover. Stated the result shows that the turnover intention is the most influence factor toward voluntary turnover and directly answered the second research questions.
Conclusion
Referring to 
Direction for Future Investigation
Nowadays, working in banking institutions is quite difficult due too many factors such as economic situation, political environment, purchasing power of customers, the currency rate and management style thus determine the level of voluntary turnover among employees. It could be more interesting if more attempts are considered to include specifically reward not only in term of money but also in term of promotion, fame, grades, praise and intrinsic factor that possibly influence the employee's motivation and encourage loyalty towards the institution. Another important consideration that needed attention is to have a good definition of the population and a more appropriate sampling technique such as using probability approach. By doing this a good generalization for phenomena of the study can be more significant for the decision making.
